CHAPTER 3

EMPLOYMENT AND PLACENMENT

A POLICY

Each MIlitary Departnent shall develop policies, standards and adm nistra-
tive procedures to inplenent recruitnent and internal placenent prograns for
CIPMS. Provisions of FPM Chapter 213, Excepted Service Appointnments and
Chapter 302, Enploynent in the Excepted Service K relating to appointments do
not apply to CIPMS.

1. Al staffing of positions covered by CIPMS shall be conducted w thout
regard to race, color, sex, age, religion, national origin, marital status,
political affiliation, or other nonmerit factors. Reasonable accomodation
shall be considered in cases involving nmentally or physically handi capped
i ndi vi dual s.

2. In staffing fromexternal sources, veterans as defined by 5 U.S.C. 2108,
shal | be given preference for employment as far as admnistratively feasible.

B. QUALI FI CATI ON REQUI REMENTS
1. Qualification Standards.

a. The use of the OPM Handbook X-118 or X-118C, “Qualification Stan-
dards,” for positions under either the General Schedule or the Federal Wage
Systemis not required except that applicants nust neet any mninmum educational,
certification, or licensing requirements required by the OPM unl ess superseded
by a CIPMS Standard.

b. The CIPMS Qualification Guide (Appendix D) shall be used in filling
both General Schedule and trades and | abor occupations. OPM Handbooks (X-118
and X-118C) may be used with the CIPMS Qualification CGuide as a source of infor-

mation on the know edge, skills, and abilities required for successful job
per f or mance.

(1) Standards developed within the Mlitary Departnents based on
the CIPMS Qualification Guide shall reflect actual job requirenents and shall
be applied in a consistent nanner.

(2) CIPMS qualification standards for specific series, specialties,
or groups of series or specialties may be developed by the MIitary Departments
for use by one or nore of them Mlitary Departnental or CIPMS-wide qualifica-
tions standards shall be reviewed and approved by ASD (FM&P) before inpl ement a-
tion.

2. Suitability. CIPMS enpl oyees nmust neet each MIlitary Departnent’s
security, suitability, and conduct requirements. In addition to |egally-required
di squalifications, standards may provide for disqualification of an applicant
for such reasons as dismssal from enploynment for delinquency or m sconduct,
crimnal conduct, intentional false statenents or msrepresentation in the
application process, or reasonable doubt of the individual's loyalty to the
United States.

3. Citizenship. CIPMS appointees nust neet all citizenship restrictions
contained in applicable appropriation acts, as well as those inposed by the
security clearance and access requirenent of the position.

4, Formal Education. The Mlitary Departments may not establish a mninmum
education requirement for CIPMS positions unless it is determned that the
duties of a scientific, technical, or professional position cannot be perforned
by a person without that education.

5. Age. Mninum or maximum age requirenments may not be established except
as specifically authorized by statute or as approved by 0SD. OSD nmay approve
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age requirenments based on a determnation that age is a bona fide occupational
qualification necessary to the performance of the duties of the position.

6. Physical Qualifications. Applicants shall neet established physical
qualifications that are essential to performthe duties of the position or be
found by nmedical authority to be physically able to performthe duties of the
position. Disqualification determnations for preference eligible having a
conpensabl e Service-connected disability of 30 percent or nore shall be approved
by conpetent authority as determ ned by each Mlitary Departnent.

7. Qher Requirenents.

a. Witten and Performance Tests. Tests shall be fully consistent
with applicable rules, regulations, instructions, and policies unless superseded
by CIPMS policy.

b. Personality Tests. Personality tests shall require prior approval
as determned by each MIlitary Departnent.

C. RECRU TMENT AND SELECTI ON

Recruitment and selection procedures shall include the follow ng:

1. Procedures. Fair and equitable procedures shall be inplenmented to
eval uate an applicant’s experience, training, education, perfornmance, and..
recognition records. Rules may not deny consideration to any applicant based
on the applicant’s status as a Federal enployee or annuitant.

2. Veterans' Preference. Appointment procedures shall provide for the
requirement to give preference to veterans in selection when admnistratively
feasible and for the selection of elevator operators, guards, nmessengers,
and custodi ans from anong preference-eligibles as |long as preference-eligibles
are avail abl e-

3. Merit Pronmotion Plans. Procedures shall take full advantage of all
CIPMS and excepted service authorities. Merit pronotion plans may allow for
concurrent consideration of all applicants.

4. Conditions of Enploynment. Exanples of pertinent and job-related condi-
tions of enploynent are outlined in Appendix E.

5. Enploynent of Retired Menbers of the Arnmed Services. Authority to
approved waivers of the 180-day restriction shall follow delegation |evels
aut hori zed by DoD Directive 1402.1, except that the Secretaries of the
Mlitary Departnments may redel egate approval authority for waivers for
positions of GS-8 and above to the Departnment’s Functional Chief. Al other
exceptions permtting |ower |evel approval of waivers shall continue to apply.

6. Statutory and Regulatory Limts on Appointing Oficer’s Authority.
Before filling a position by other nmeans, an appointing officer nust satisfy
the rights of any enployee or fornmer enployee who is:

a. Entitled to restoration followng Mlitary duty or recovery from
conpensable injury or disability;

b. Entitled to reenploynment under [aw or regulation;

c. Entitled to restoration after a successful grievance or appeal;

d. Entitled to oove with his or her position during a transfer of
functi on;

e. Entitled to priority consideration for reenploynment fromthe DoD
reenpl oyment priority list or conparable Departnmental priority placenent |ist,
as discussed in section F., below or

f. Entitled to special consideration for pronotion or repronotion in
accordance with the existing Oerit pronotion plan.
7.  Reenploynment Lists. Reenploynent lists may include the nanes of any
current or former enployees of the Departnent who are to be considered for
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future enploynent, but nust include the names of each former enployee who:

a. |s found by the Merit Systems Protection Board to have been un-
justifiably dismssed fromthe Departnent;

b. Was furloughed or separated w thout m sconduct from a continuing
position due to conpensable injury and whose recovery takes longer than 1 year
fromthe date conpensation began. The individual nust apply for reenpl oynent
under this provision within 30 days after cessation of conpensation.

8. Mvenent of an Enployee fromthe Conpetitive Service. Enployees cur-
rently serving under non-tenporary appointnents in a conpetitive service posi-
tion converted to CIPMS shall be inforned that the position is in the excepted
service, cannot be filled by conpetitive appointment, and placement in the
position wll take himand/or her out of the conpetitive service. A witten
statenent of understanding documenting voluntary acceptance of a CIPMS position
shal | be obtained when applicants are selected for CIPMS positions.

D.  NON- COVPETI TI VE PROMOTI ON

1. In addition to Cl PM5 exceptions, all exceptions to conpetitive prono-
tion procedures provided in the conpetitive service may be extended to the
CIPMS .

2. Nonconpetitive pronotion to succeeding grade levels within the current
grade bands of the enployee's present line of work may also be authorized by the
Mlitary Departments. This authority may be applied without regard to require-
ments for conpetition for positions with known pronotion potential.

(See Chapter 2 B.2., and Appendix B, Part |, for further information on grade
bands. )

E. REDUCTI ON- I N- FORCE PROCEDURES

Reduction-in-force procedures shall be consistent with statutory-excepted
service authorities.

F.  QUT- PLACENMENT PROGRANMS

1. Selecting officials shall consider applicable DoD-wi de Priority Place-
-merit Program (PPP) enpl oyment |ists.

2. | CDP provisions for placenent assistance for overseas personnel w thout
return rights, return reenployment rights provisions, and reduction-in-force
adm nistrative procedures shall be applicable to all CIPMS enpl oyees.

G REFERRAL SYSTEMNS

The Defense Intelligence Special Career Automated System (DI SCAS), operated
by the Defense Intelligence Agency as part of the Intelligence Career Devel op-
ment Program (ICDP), shall be used as a major recruitnment source in the filling
of CIPMS positions in accordance with the policies and procedures of DoD
1430. 10 M 3, “DoD-Wde Intelligence Career Devel opnent Program for General

Intelligence Personnel.” DI SCAS may be supplenmented, within the Mlitary
Departnments, by other recruitment nmethods such as |ocal vacancy announcenents
or the optional use of Departmental career referral systens or skill banks.

Mlitary Departnents may not prescribe restrictions on the use of DI SCAS, such
as the requirement to use Departnental career prograns.

H  RECORDS MAI NTENANCE

The Mlitary Departnents shall develop a records maintenance system
ensuring access to all docunentation on staffing actions, for a minimum peri od
of 2 years fromthe effective date of the action.
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. COVPLAINTS RESOLUTI ON

The MIlitary Departnents shall provide for the equitable and tinely
resol ution of conplaints concerning proper application of their enploynent and
pl acement regul ations and procedures. Equal Enployment Opportunity (EEO)
conplaints shall continue to be processed within existing procedures.

J. AFFI RVATI VE ACTI ON

1. Joint Action. The MIlitary Departments shall work together to inprove
t heir EEO posture.

2. Affirmative Action Goals. In accordance with Equal Enployment Cpportunity
Comm ssion (EECC) quidelines, each Mlitary Departnent shall devel op Affirmative
Action goals and objectives for its CIPMS work force. The Mlitary Departnents
are encouraged to analyze attitudinal, structural, or personnel barriers to
i ncrease representation of wonen, mnorities, and handi capped and to inplenent
policies and prograns to overcome those barriers and underrepresentation situations.
Progress in EEO and Affirmative Action should be nade a part of any program
eval uation or managenent information systemfor CIPMS.
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